The six criteria used to evaluate the three approaches, and their associated weights are: 1) cultural acceptability (10%), 2) peer acceptability (5%), 3) ease of implementation (5%), 4) cost (10%), 5) provides exposure to strategic leaders and decision makers (30%), and 6) percentage of target population who become strategic leaders (40%). In comparing the three approaches against the criteria and weights, the second approach, the Junior Officer Strategic Leader Development Program is the clear choice.
The Junior Officer Strategic Leader Development Program is a four -year program which focuses on only those officers with the most potential for service and success as future army strategic leaders.
Army strategic leaders are defined as those colonels and general officers who lead in the strategic environment and those subordinate officers who affect the decisions made by those holding strategic decision -making positions. During the first year of the program, the officer will be required to attend
Intermediate Level Education at either a sister service or joint staff college in order to focus on interagency, international, joint, and combined warfare -sharpening the tool sets needed for war in the 21 st century. The second year of the program is spent in graduate school resulting in a master's level degree in strategy, national security studies or foreign affairs from a highly reputable university such as Georgetown University or the George Washington University, due to close proximity and access to the nation's strategic leaders,. The candidate's capstone or thesis paper will address a strategic issue currently being faced by one of the services, combatant commands or the national command authority.
The third year of the program consists of a one year tour of duty in an executive office of the joint, OSD or army staff where the candidate could observe senior military strategic officers operate and make decisions at the highest strategic level. This year would provide an appreciation of the strategic environment, specifically the VUCA (volatile, uncertain, complex and ambiguous) other government agencies, they will better be prepared to deal with other branches and organizations of the government when they are strategic leaders and have to make decisions impacting other parts of the government and the nation as a whole.
By implementing the Junior Officer Strategic Leader Development Program to identify and develop its future strategic leaders, the United States Army ensures that its "bench" is always full of officers who have been appropriately selected, trained and developed to fill its future strategic leader requirements. It will also be able to reduce the number of "developing" jobs required of its strategic leaders, enabling earlier assignment to positions of greater responsibility and influence and therefore longer utilization.
"When we prepare our Soldiers for combat, we need to facilitate a third American trait: a culture of innovation. As leaders, we shape behavior. We must continue to challenge old ways of thinking and remove obstacles to innovation." -General Peter J. Schoomaker Chief of Staff, Army Introduction
The War on Terror is a different kind of war. Lessons learned in combat have resulted in many leadership lessons learned and changes being implemented at the lowest levels of military leadership education, to include revision of basic training for enlisted soldiers, changes in programs of instruction for non commissioned officer education programs, and the implementation of the Basic Officer Leadership Course for newly commissioned officers. Recently, there has also been much attention given to the development of adaptive and creative leaders, from the fire team to the battalion task force levels.
Despite these initiatives, little has been done to identify and develop the future colonels and general officers, those who will be the strategic leaders of the United States Army.
The Long War, what was previously referred to as the War on Terror, requires strategic leaders who are able to effectively deal with the complexities of the war, and make sound decisions which affect organizations other than their own. The contemporary operating environment requires the strategic leader to be able to make decisions in a realm which is a combination of the national security, domestic, international and military environments. 4 It requires leaders who are adept at leading large, complex organizations while concurrently dealing with the issues of globalization and the twenty four hour news cycle. The ambiguity and uncertainty of terrorism, of future adversaries, and of catastrophic future threat models, requires military leaders with a broad range of experience and understanding. This includes not only joint military experience, but experience in dealing with other nations and allies, governmental agencies and the other branches of the United States government. They must be capable of decision making in the strategic realm.
Problem Statement
Currently, the United States Army does not officially begin training and preparing its officers for strategic leadership responsibilities until they enter one of the Senior Service Colleges, those being the In order to better prepare the next generation of strategic leaders, the army must be able to identify a pool of officers who demonstrate the desired characteristics and potential for service as strategic-level military leaders. This is even more critical now, since the congress changed the mandated retirement age for general officers to sixty -eight years of age at the request of the Secretary of Defense.
The effects of this change are already being felt throughout the ranks of the army officer corps. In Fiscal This paper will discuss methods for identifying and developing the active army's future strategic leaders. It is important, however, to note that strategic leaders are not just general officers, nor are all general officers strategic leaders. Strategic leaders for the purposes of this document include those colonels and general officers who lead in the strategic environment, and those subordinate officers who affect the decisions made by those holding strategic decision -making positions.
Strategic Leadership Defined
In its leadership doctrine, the army identifies three distinct levels of leadership; direct leadership, organizational leadership and strategic leadership. Junior officers must understand the implications when operating in the strategic realm in order to conduct responsible and timely analysis and make sound policy recommendations to senior decisionmakers. In today's contemporary operating environment, junior officers need early exposure to strategic level staffs and other government agencies to ensure they develop into strategic leaders who are not only experts in their field but also in the bureaucratic and political environment in which strategic leaders operate.
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It is feasible to identify the officers who demonstrate the desired characteristics and potential to be future strategic military leaders, but it is critical to remember that they must live through the experience. 10 No matter how bright an officer may be or how strong his or her future may look, he must "live through the experience" in order to be that future strategic leader. An officer must have the requisite experience and job history in order to become a strategic leader in the army; experiences and jobs in command and staff positions of increasing responsibility in the army and the joint environment. Similar to the chief executive officer with years of experience and social learning enabling he or she to lead at the highest levels, the army is not going to select a thirty year old captain to be a division commander just because he displays the characteristics desirable in a division commander; he must have experience in the levels between his current position and that of a division commander. There is some risk involved in identifying the future pool of strategic leaders; specifically, some of those identified will not continue through the system to reach the level of strategic leader. An officer may fail at any given level of the organization for a number of reasons, to include poor performance or personality flaws. However, by identifying a pool of candidates, through investing in developing their strategic leader skills, the organization will be building its bench of most capable leaders who are prepared to serve at the highest levels of the army. It is an environment where one has to lead indirectly.
The Primer further identifies some of the key capabilities desired of a strategic leader. One is he or she must be an expert, not only in his own domain of war fighting and leading large military organizations, but also in the bureaucratic and political environment of the nation's decision making process. This domain includes a detailed knowledge of, as well as the interrelationship among economics, geopolitics, military and information.
12 The strategic leader must understand strategic art, which is the skillful formulation, coordination, and application of ends, ways, and means to promote and defend the national interests. 13 In leading a strategic level organization, it is the responsibility of the leader to provide the organization's strategic vision and focus, inspire others to think and act, and coordinate ends, ways, and means.
14 In order to successfully lead at the strategic level, the leader must recognize that strategic leadership is a shared responsibility within an organization to include the staff and decision makers. The reality is that only one or two percent will ever attain strategic leadership rank or position; those colonels and generals who hold strategic-level leadership positions. But, anyone in a staff position working for a strategic leader should be well-trained in the art of strategic leadership or they cannot adequately support the leader. Effective strategic leadership cannot reside merely in the person of one leader. Effective leadership is a function of the interaction of the leader, those being led or influenced, and the situation or circumstances facing the organization.
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It is critical therefore that officers at every level of the organization understand and appreciate the difficulty of strategic leadership and its responsibilities, functions and impacts on the organization. 16 It is also critical that current and future strategic leaders and their staff officers are intellectually curious and demonstrate a tolerance for ambiguity in the ever-changing realities, challenges and dangers of the 21 st Century.
17

Key Strategic Leader Competencies
The USAWC identifies four key competencies common to all strategic leaders: self awareness, adaptability, expertise across the full spectrum of operations, and interpersonal skills. 18 It is critical in any strategic leader development program to develop these four competencies
Self awareness is the understanding of where the leader and the organization fit into the greater strategic context. It also includes the impact of the leader's personal style on others and the ability of the leader to lead competently across all cultures.
Adaptability refers to the ability of the strategic leader operate in a volatile and complex current operating environment while maintaining the mental agility to deal with an ambiguous future operating environment.
The strategic leader must be an expert across the entire spectrum of operations to include joint, interagency and multinational operations. The strategic leader must be able to form coalitions from a diverse group of organizations under their direction and control.
Finally, the strategic leader must have strong interpersonal skills. Those interpersonal skills include the ability to build teams not only vertically but also horizontally with other organizations. Though the coach of his own team, the strategic leader must also perform as a team member. It should be noted that further research continues in the field of strategic leadership and the competencies required of strategic leaders. A group of researchers at the Army War Carlisle have identified six other "metacompetencies" desired in strategic leaders. 19 Those metacompetencies are identity, mental agility, cross-cultural savvy, interpersonal maturity, world-class warrior, and professional astuteness. 20 The authors identify those competencies as being necessary for future army strategic leaders at the rank of colonel and above. If these metacompetencies are required to lead at the strategic level, it only makes sense to start preparing officers to operate at that level, instilling these metacompetencies, well before the officer reaches that level.
Complexities of Leading a Strategic Organization
Since is possible to identify the pool of potential future strategic leaders of the army, the military and the National Command Authority, it is essential to address the attributes which must be developed in those individuals. Leaders at all levels have critical tasks which must be accomplished, but at each higher level in an organization, these tasks become increasingly complex and qualitatively different. Leaders at the strategic level must be capable of exercising and operating at higher levels of cognitive complexity, that is, the ability to deal with abstract concepts with long timeframes and 3 rd order effects.
The quality of strategic leadership is critical to the success of large organizations. Eliot Jacques and Steve Clement in their book, Executive Leadership, state that the unique significance of competence in role in managerial leadership shows that by far the most important factor in the successful functioning of any company is the match between the level of capability of the corporate CEO and secondarily, of the CEO's subordinate executive vice-presidents and the level of work called for in the CEO's role. 21 This concept is especially critical in an organization such as the army. As the lives of soldiers and the future of the nation are at stake, and the army must have a bench of competent leaders prepared to move into strategic-level positions.
Jacques and Clement also address the importance of identifying potential leaders of an organization, as there are no commonly available principles for filling managerial and subordinate roles.
The result is that organizations normally have too many layers, and election, appointment and promotion 19 processes are so full of shortcomings that it is by luck rather than by design that we get optimum manager-subordinate role relationships with incumbents of the right levels of competence. 22 It is critical that the army refine its deliberate process of identifying a pool of future strategic leader candidates and spend the resources to develop them and prepare them fully for their future leadership positions.
In identifying a pool of potential future strategic leaders, it is important to develop not only the leadership abilities of the candidates, but their cognitive leadership capabilities as well. In their research Jacques and Clement have discovered that high level leadership is not connected with personality makeup, but with managerial competence based upon cognitive capability, values, knowledge and wisdom (so long as there are no seriously deleterious personality characteristics), which are all used in a requisite organization such as the army with requisite procedures. 23 They have found no evidence of any particularly consistent personality qualities that stand out as true for most if not all of history's great leaders, but they have found cognitive ability to be a consistent quality.
24
The ability to deal with cognitively complex situations is critical to the success of the strategic leader, and thus the organization. Effective strategic leaders are successful only when they operate one category higher in cognitive complexity than their subordinates. By understanding this, the army can lay a foundation for the early identification of high-potential managerial leaders and for the development of a sound corporate talent pool.
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It is important to assess a candidate's current actual capability. More important is his or her current potential capability, which is the maximum level at which a person could currently work given the optimum opportunities and conditions provided that their work is of deep inherent value for the individual, even though he or she has not had past opportunity to acquire the necessary skilled knowledge. Once the current potential capability is identified, the army must develop the necessary skills and knowledge in the candidates in order to develop a greater future potential capability.
Future capability is defined as the maximum level at which a candidate will be capable of working in five, ten or twenty years into the future. In addition to future capability, the candidate must demonstrate 22 Ibid. 23 the intrinsic motivation and desire to succeed at the highest levels of the organization. By maximizing the future strategic leader's potential capability, the army ensures quality strategic leadership is available in the future capable of dealing with cognitively complex situations and ambiguity. 26 Jacques and Clement found through their research that the greater a person's cognitive power, the greater is the mass of information that can be coped with. They also found that the greater the leader's cognitive power, the longer is that person's working time outreach or time horizon.
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If the army expects to be able to develop future "Pentathlete" strategic leaders, those who are able to adapt to multiple roles and situations, it must identify those leaders early on and invest in developing their leadership skills, cognitive abilities and experiences. (Figure 3 ) This will require the army to accelerate or modify its "Pentathlete Ramp" or career path for those individuals who are selected and identified to have the potential and capability to become the nation's future military strategic leaders. The United States Army is responsible for waging and winning the nation's wars and conducting other missions as required. As such, it is critical that the army is able to identify, develop and promote only the best and most capable to be its future strategic leaders. The army requires the most capable strategic leaders it can produce, as the decisions made by those future strategic leaders impact not only the soldiers in the army but the future of the nation as well. Any and all future strategic leaders must not only be adept at leading and decision-making within the army, but must also be equally effective in The nation is the institution that we all hold most dear. Every military officer takes an oath to support and defend the Constitution of the United States upon initial commissioning and promotion to each subsequent pay grade. The citizens and taxpayers of the nation expect their tax dollars to be maximized and used properly. They expect that the United States Army is identifying, selecting and promoting those leaders who are fully prepared and qualified to lead the nation's army into the future, protect the nation's interests and prepared to meet the nations call to duty, whatever the mission.
Leader in Cent tury
Identification and Analysis of Alternatives
This paper offers three distinct alternatives to identify and develop future strategic leaders for the United States Army and the nation. They range from the very broad to the very narrow. It is important to note that it is possible to wash out or fail in each alternative or later on in an officer's career. Participation in none of the alternatives guarantees success at the individual or organization level. Each is discussed in the sections that follow.
Intermediate Level Education (ILE) Approach
Alternative one is the "mass approach" to developing future strategic leaders, so there is no defined selection method in this approach. In this approach, it is recommended that strategic level leadership training be integrated earlier into the officer education system. Currently, only the United States Military Academy offers any formal education on strategic leadership prior to attendance at a senior service college. This alternative will be referred to later as the ILE approach.
In this alternative, all active component army Operational Career Field Officers (OPCF) would be introduced to strategic leadership theory and application during pre -commissioning training at all of the commissioning sources and the Captain's Career Course and would be offered a more detailed course in theory, vision, art and application during the Intermediate Level Education Course at Fort Leavenworth.
Additionally, each officer would be required to complete written exams on the application of the strategic leadership instruction received and would be required to complete a project focused on a strategic issue faced by the army.
In this alternative, the institutional learning would be managed by the United States Army Training and Doctrine Command (TRADOC) and would be funded via the army's Trainees, Transients, Holdees and Students (TTHS) accounts as other army professional development and education programs are currently.
This alternative maximizes the targeted audience, but dilutes the level of strategic level instruction and development received by the candidates. This alternative also requires the army to seek out and provide exceptionally trained and educated faculty members to provide quality instruction and feedback to students.
Junior Officer Strategic Leader Development Program (JOSLDP) Approach
Alternative two is a more narrow approach to selecting and developing the army's future strategic The second year of the program is spent in graduate school resulting in a master's level degree in strategy, national security studies or foreign affairs from a highly reputable university such as Georgetown University or the George Washington University, due to close proximity and access to the nation's strategic leaders, in order to provide theoretical background, building on the pre-commissioning, Captain's Career Course and ILE work These degree programs most closely address the issues and organizations with which a future strategic leader will have to interact. The candidate's capstone or thesis paper would have to address a strategic issue currently being faced by one of the services, combatant commands or the national command authority.
The third year of the program, the social learning year (technically, the observe and imitate year), Throughout the entire four year program, the selectees will participate in forum and seminars with business, government and military strategic leaders. These forum will provide the selected officers the opportunity to explore strategic leadership as it applies to entities such as business and academia.
This program would be managed by the "special" assignments officer in the Director of the Army 
Army Strategic Leadership Development Program (ASLDP) Approach
The third alternative develops and conducts an Army Strategic Leader Development Program (ASLDP) for officers with high potential for future service as strategic leaders. It is also a centrally selected program using current army selection board methodology, with selection being reserved for those officers who are selected below the zone (BZ), or early, for promotion to the ranks of major and/or lieutenant colonel. This approach will be referred to in this document as the ASLDP Approach.
All officers selected BZ would participate in this program. So, if an officer is selected early for promotion to major or lieutenant colonel, they are selected for ASLDP. Early selection for both ranks is not necessary, but is likely an additional indicator of senior leader potential. Once selected early for promotion and enrolled in the program, the officers would be required to attend an ASLDP session similar to the program currently being conducted by the Officer of the Chief of Staff, Army for general officers.
ASLDP should be conducted three times per year for those selected below the zone, similar to the program conducted for general officers. ASLDP would be a two -week session conducted three times per fiscal year to ensure the entire target audience is reached. The ASLDP would occur at an "off site", non-military location. The first week of the program would consist of formal strategic leadership training, to include theory and application. The second week of the course would be spent conducting corporate visits in order to gain a better understanding of strategic leadership in the business realm, reviewing strategic leadership case studies, and participating in panel discussions and sessions with strategic leaders from corporate America, the non -profit sector, the government and the military.
Those selected early for promotion to major would attend ASLDP prior to attending ILE at a sister service or joint staff college to complement the focus on interagency, international, joint, and combined warfare -sharpening the tool sets needed for war in the 21 st Century. Those selected early for promotion to lieutenant colonel would attend ASLDP prior to assuming battalion command.
As part of the ASLDP, an alumni course would be conducted annually to build on the basic course for those who continue to stay on the "early" promotion track. This would consist of more panel discussions and sessions with strategic leaders, in addition to breakout group exercises requiring students to solve complex issues.
The ASLDP program would be managed by the Deputy Chief of Staff, G-3, Leader Development Division and would be funded "temporary duty and return," thus reducing the burden on the army's TTHS
account.
An area common to all three alternatives is the concept of accelerated promotions. Once an officer is identified as having performed in an outstanding manner and possessing the requisite skills and cognitive abilities to be a future strategic leader, these officers should be accelerated as quickly as possible through the promotion system in order for the army and the nation to gain maximum benefit from their leadership abilities. For example, if an officer is an outstanding performer as a battalion task force commander and is fully prepared to lead and command at the brigade level, why not pull him or her out of battalion command at the twelve or eighteen month mark; send the officer to senior service college and move immediately into brigade command. An officer of such a high caliber would have a greater impact on a larger organization if this were possible. As was stated previously in this document, an officer may wash out of any of the proposed approaches and it is imperative to remember, that though an officer is selected for attendance for a program, he must live through the experience, that being their operational and staff assignments.
Evaluation Criteria
Six criteria have been chosen to evaluate each of the three proposed alternatives. Those criteria are cultural acceptability, peer acceptability, ease of implementation, cost, provides exposure to strategic leaders and decision makers, and the historical percentage of each target population who become future strategic leaders. Each will be discussed in more detail in the sections that follow.
In order to succeed, a program must be acceptable to the culture in which it will operate. In this case, cultural acceptability is defined as the ability of the army's current strategic leadership and subordinate members to accept an officer who has participated in a strategic development program. In an organization such as the United States Army, which still values the traditions upon which is was originally founded, the culture is very resistant to any change. For example, many senior leaders and officers are resistant to changing a selection and education process which they feel they mastered, and so obviously works as far as they are concerned.
Peer acceptability is also a critical evaluation criterion. Any officer who participates in one of the above alternatives must be accepted by his or her peers. Any selected approach must not give the impression that the army is developing a formal system of "have's and have not's." Officers who participate in the selected alternative must not be ostracized by their peers, and must be fully integrated and accepted into their peer communities.
The army is at war, and as a result is very busy and focused in many different directions. These range from fighting the Long War to recruiting, training, equipping and educating soldiers. As a result, any recommended program should be highly effective but also should be relatively easy to implement, thus reducing the disruption on the rest of the service's activities and functions.
Cost must be taken into consideration for any selected alternative. Given that resources are scarce, any chosen alternative should seek to reduce the costs associated with it. By minimizing the costs of the selected alternative, the army will be able to reduce the fiscal resistance to identifying and developing its future strategic leaders.
In order to achieve the desired effects, the chosen program must expose its participants to current strategic leaders and the strategic leadership and decision making process. By providing such exposure, the program potentially reduces the requirement for developmental strategic leadership positions later in the officer's career. This would include the exposure of the officer to strategic leaders of not only the military realm but to that of other government organizations.
An important evaluation criterion is the historical percentage of the target population who actually do become strategic leaders. In order to gain long-term acceptability and credibility, the accepted alternative must prove that it has a high rate of success in producing the army's strategic leaders. This criterion is evaluated using programs which most closely reflect the nature of each approach.
In weighting the criteria, all of the weights represent a percentage of one hundred. The criteria are weighted as follows: cultural acceptability (10%), peer acceptability (5%), ease of implementation (5%), cost (10%), provides exposure to strategic leaders and decision makers, (30%), and percentage of target population who become strategic leaders (40%).
Approach Analysis
In the below table, (Figure 5 ), which depicts the numerical analysis and recommendation of each approach, the approaches are rated between one and three, with one being the most preferred approach and three being the least preferred, and multiplied by weight of each criteria to produce an individual score. The approach with the lowest total score is the recommended approach. In the below sections, each criterion will be applied to each approach ( Figure 5 )
Regarding cultural acceptability, the ILE approach is the clear winner. This is because the army culture in general is less receptive to small groups receiving what is perceived to be preferential treatment. There is a strong sensitivity to the notion of "have's and have not's" and elitism. By exposing all ILE students to strategic theory, vision, art and application there is no perceived special group. The drawback to this is it is impossible to ensure a high level of strategic leadership training and development and much more difficult to identify the future strategic leaders, since the instruction is conducted in a mass student environment and therefore does not target a select population.
Regarding peer acceptability, the ILE approach is also the preferred approach. By not segregating a segment of the population in a special program, there is no chance of creating animosity towards the target population.
The ILE approach also stands out as the preferred method when considering ease of implementation. This is true as ILE is all ready a standing officer education program, and as such it would be very easy to require all students to receive a specific block of training on strategic leadership theories and principles. There is no requirement to start a new program, but only modify the program of instruction or curriculum by adding the strategic leadership courses to the leadership module.
Cost is also an advantage for the ILE approach. The only additional costs associated with this approach would be the requirement to hire faculty qualified to teach strategic leadership to the students at Fort Leavenworth if not already present within the current faculty. Both the JOSLDP and ASLDP approaches would require a significant investment in resources to modify or change.
In considering which approach best provides exposure to strategic leaders and decision makers, the advantage clearly lies with the JOSLDP approach. The JOSLDP approach would place officers in duty positions during the program where they would be able to observe, first hand, strategic leaders not only in the military but in other government agencies as well. The officers would be exposed to the dayto -day operations of a current strategic leader, and be able to observe the complexities associated with leading a strategic level organization and the associated decision making processes. 
Recommended Approach
Based upon the analysis and comparison conducted in section four of this document, the recommended approach for identifying and developing the army's future strategic leaders is to implement the Junior Officer Strategic Leader Development Program (JOSLDP) approach.
By implementing this approach, the United States Army is able to identify a core group of candidates to develop as its future strategic leaders. Since the group is relatively small, the candidates will be able to receive much more individualized attention, instruction, mentoring and development.
This approach also clearly supports the army's current initiative to expand Joint, Interagency, Intergovernmental, and Multinational (JIIM) Development Opportunities for officers at all levels. This approach will produce leaders who have spent a year working not only at the strategic level of the military structure, but also a year working outside of the Department of Defense and in other government agencies thus preparing those officers for future interaction with other government agencies which is key in exercising synchronization in the National Security Strategy. This approach also clearly meets the requirements of the Officer Personnel Management System Model as depicted in Figure 7 . The officers selected for this program will however be far ahead of their peers as they will participate in civilian education and JIIM assignments much earlier in their careers, and will be able to assume greater responsibilities and contribute as multi -skilled strategic leaders much earlier in their careers.
Additionally, it is recommended that Training and Doctrine Command initiate the instruction of the principles of strategic leadership and decision making to the students in the pre -commissioning programs, the Captain's Career Course and the Intermediate Level Education course in order to ensure they are fully prepared to function as members of strategic level staffs when required. 
Officer Personnel Management System Model
Implementation Strategy
Although, the bedrock for the implementation of the Junior Officer Strategic Leader Development Program has been in place for many years in the form of the Joint Chiefs of Staff/ Office of the Secretary of Defense Intern program, there is still much coordination that must be conducted in order to establish an effective program to identify and develop future strategic leaders. There are several steps to this process which will be described below But most important, this process will require a change in culture within the army. Specific actions will have to be taken to ensure cultural acceptability of such a program.
The army must first establish a selection process and board to select the officers for the JOSLDP. official Officer Record Brief, a minimum of 3 letters of recommendation, a leader self assessment statement outlining what qualities a candidate brings to the program, and a personal statement on interest in the program. Additionally, candidates must have a timeline that supports participation in the entire program even if selected early for promotion to major; otherwise they should not be considered nor accepted into the program as they will not benefit from the entire process. It is critical that acceptance into the program be weighted heavily on performance and potential for future leadership capacity, not on past academic performance as this will counter the purpose of the program.
The army must also enter into an agreement with army recognized top tier private and public schools such as Georgetown University and the George Washington University in order to meet the educational requirement of the JOSLDP program. The army should support the establishment of one year Master's level degrees in public policy, national security, foreign affairs or strategy at these schools. In order to garner support from these schools the army should be prepared to commit to twenty five seats per year and should be prepared, if required, to invite the other services to participate in the educational programs. Additionally, academic advisors at the selected universities, and executives on the joint, army and interagency staffs should be interviewed to ensure the army is selecting the best officers for the program and to ensure the program grows and develops as the relationships between the organizations further develop.
Additionally, each officer should be annually monitored to see if the officers selected continue to excel and meet the end state of the program which is to develop a pool of successful officers who have the requisite skills and characteristics to be the future strategic leaders of the army and the military.
Specific monitoring criteria include evaluation performance, appropriate assignment selection, selection for promotion and selection for higher command. If any deficiencies are noted in any area, the program should be able to adjust its criteria to ensure success.
By selecting appropriate officers for the program, coordinating with all of the interested stakeholders and by continuously evaluating the Junior Officer Strategic Leader Development Program, the army will ensure its bench is always full of officers who have the requisite education, training and experience to fulfill the role of future strategic leader. • Colonels and General Officers make up only 6% of the total officer population. 
